2 All interviewees were aware that they were talking to university researchers, were informed about the scope of the research and gave their consent to be interviewed. The workers we interviewed were aged between 25 and 65, both men and women, and were either employed directly by Foxconn or indirectly via Temporary Work Agencies (TWAs). The majority of directly employed workers were Czech nationals, while the others were workers from neighbouring EU countries or migrants from Vietnam, Ukraine and Mongolia. Interviews with workers were conducted outside the workplace environment, in bars, parks and dormitories, to guarantee interviewees' anonymity. Additionally, all workers' names have been replaced by pseudonyms and any other information distinctive enough to lead to identification has been removed. We informed Foxconn's Human
Resources Department about the research but both them and the TWAs' management refused to meet us and be interviewed. During the fieldwork we stayed in the same dormitories as the workers. Unlike dormitories in mainland China, several dormitories in the Czech Republic rent out the majority of their rooms to the TWAs but also double as 'hotels' in that they take in paying guests. Staying at the dormitories offered valuable opportunities for observing the functioning of the dormitories and workers' interactions and routines.
In this article we take a closer look at Foxconn's labour recruitment strategies, the social composition of the labour force, the level of turnover, the relationship between managers and workers, and the presence, reach and the impact of the trade unions. While there is no numerical comparison with the Chinese factories, we suggest here that the practices employed in the two Czech factories reveal new frontiers in labour organisation and management for the European employment system. Finally, a word about the style and the intent of the article. The article is descriptive rather than analytical as our aim is to provide readers with a broad, yet detailed, overview of Foxconn's operations in the Czech Republic.
We also included in the text extensive interview excerpts in order to give visibility and voice to Foxconn's workers. The decision to keep the text descriptive and make workers voices prominent is a political one: we are hoping to pass on information and observation to other scholars, activists and practitioners that will prompt them to research Foxconn's operations in location other than mainland China and to develop strategies that will put pressure on Foxconn to improve conditions within its factories.
Made in the EU Chinese-style?
The Czech Republic is the hub for an export-oriented electronics industry in Europe and nearby Kutná Hora, where it employs 2,500-3,000 workers. Production in the Czech
Republic is geared towards the western EU market, and it enables Foxconn to label products 'Made in the EU' rather than 'Made in China'. Manufacturing production is attracted by the possibility to avoid the EU's high tariff barriers, as for example the 14 per cent import duty on LCD TVs (Taiwan Review, 2006) and it is supported by an effective 'state machine' that several CEE countries have put in place in order to attract foreign direct investment (Drahokoupil, 2008) . CzechInvest, the investment and business development agency of the Czech's Ministry of Industry and Trade assisted Jim Chang, Foxconn's managing director to find the most suitable location for a set up of the manufacturing plant and subsequently Foxconn enjoyed a 10-years tax holiday, from 2000 until 2010 (Evertiq, 2007) .
Czech plants assemble desktops, laptops, servers and printer cartridges for major brands such as Hewlett-Packard (HP), Sony, Samsung, Chimei, Innolux, Cisco and, until a couple of years ago, Apple. 3 The two Foxconn factories are quite similar with regard to the recruitment and organisation of work. In both towns, expectations for the opening of the factories were high because the local government was convinced the company would bring jobs for the local workers. According to some interviewees, however, when Foxconn arrived in 2000 it imposed substantially lower average wages than those previously prevailing in the area. The attempt to implement new managerial ideas and labour processes was pursued not only through the presence of foreign managers, but also by sending Czech engineers to the PRC.
A group of Czech engineers spent one month in Shenzhen Longhua factory in mainland China, where they underwent intense training:
I stayed in China for a month with other 20 Czech workers. It shocked me but it was also interesting because it was quite a military regime. We were accommodated in a hotel inside the factory complex. We would start at 8am and finish at 7pm and had to write reports every two hours on what we were doing and learning; and again at the end of the day, at the end of the week and at the end of the month -both about our own progress and the quality of training we were receiving. (Borek, former Czech core worker)
The division of work and the division of workers
As well as the division into departments, the workforce is divided distinctly between core workers, hired directly by the company, and temporary workers, hired via TWAs. The percentage of agency workers remains steady at about 40 per cent, although at times, as in 2009, it has reached as high as 60 per cent (Bormann and Plank, 2010: 41) . At Pardubice plant, 2,000-2,500 of the 5,000-6,000-strong workforce are agency workers; at Kutná Hora, the number is 1,000-1,500 of the total of 2,500-3,000 workers. Broadly speaking, Czechs fill the role of core workers, and migrants from neighbouring EU countries that of temporary agency workers. Supervision is carried out by Czech and, to a lesser extent, Slovak core employees. Unfortunately, we were unable to obtain information on how many of the core or agency workers are men and how many women.
The division between core and agency workers is made explicit by the different coloured uniforms workers wear: 'Trainer is dressed in a violet T-shirt, group leader in green, quality control in yellow, line-leader in white, supervisor in black and storage in red'
(Cezara, Romanian agency worker). The two groups are also divided by a wage differentiation. For core workers' the hourly wage is around €3-3.50, which means that they earn about €550-600 net per month. The agency workers are paid less, earning around €2-2.50 per hour, or about €350-420 per month net. The difference between core and agency workers' wages is retained as profit by the TWAs that, next to mediating 'employment' between the workers and Foxconn, also arrange for EU workers' transport from their countries of origin and back, and for accommodation in the dormitories.
Foxconn pays TWAs' per hour per each agency worker. 4 The wage increased during the first decade of 2000, but then it went down in 2010 following the economic crises. Czech
Republic wages are higher than in other CEE countries: in 2012 the net wage average was about €700-750 while the minimum wage remained at about €330. in the fund-system is any supplement for weekend working as weekend and weekdays are treated the same and paid at the same flat rate.
Moreover, the fund system has a regulatory function. It is used to organise the working shifts. This means that management can put to work those who have not accumulated the necessary hours, and can temporarily exclude from production those who have already worked a sufficient number of hours. Hence, when there are no orders and workers work a low number of hours, the hours that they have not worked that month are held over to the following month: 'In March 2012, I worked only nine days [of 12 hours] and other hours were taken from the fund so I ended up "owing" hours to Foxconn but I still received my regular wage' (Gombo, Mongolian core worker).
The fund-system is driven by production orders, and it has advantages and disadvantages for the workers. On the one hand workers are guaranteed a fixed monthly salary. On the other, however, they become 'indebted' to the company. Because their hours are calculated over a period of six months, workers on 12-hour shifts are bound to Foxconn both in the company's attempts to get them to 'repay' their hourly 'debt' and in their own attempts to be paid any outstanding overtime at the end of the six months.
The situation of agency workers is rather different. Agency workers are paid only for the hours they work. The majority of agency workers are put, almost exclusively, on a 12-hour shift whether day (6am-6pm) or night (6pm-6am). These are considered 'normal' working hours. A shift of 12 hours, as with the schedule followed by workers in Foxconn's factories in the PRC, allows for a better organisation of production and a reduction in costs, although it may also lead to a significant labour turnover. The 12-hour shifts are often combined with rest days so that workers do not work more than four or five shifts sequentially. The replacement of an 8-hour shift with a 12-hour shift and the latter becoming 'normal' results in a high pressure on production, and it depends on workers' ability to withstand the intense pace of the work. Despite the pressure this system puts on the workers, agency workers commonly complain about not working enough:
I work on average 165 hours per month. Usually I work three days, sometimes four days a week for twelve hours a day. These are not so many hours per week and I would like to work longer. (Bogdan, Romanian agency worker)
The 12-hour shifts are in fact characterised by long rest periods. Those who do not work for a few days, or even weeks, usually remain within the dormitories without leaving the city waiting to be called to work. However, when production orders are down, the agencies temporarily return the workers to their countries of origin and then recall them as soon as orders for production rise again. As we can see, one of the central elements in the Foxconn factories in the Czech Republic is their unquestionable power to manage a floating mass of the workforce, as explained by a an older male Polish agency worker:
Now I work in Foxconn with an agency, but the problem is that we don't work a lot. In January 2012 I worked only 51 hours and I earned 5,000 CKZ (€203). Every morning I went to the factory to ask if there was the chance to work, but they told me that there wasn't any work for me. With me there were also hundreds of other workers. We are all hired by the agencies and we go in front of the gates and we wait for the boss to call for us. But they call only some ten or so workers, the others wait for a telephone call from the agency or go back to the dormitory. Some workers also wait all the morning in front of the factory gates. (Szymon, Polish agency worker)
A commonality between core and agency workers is that both groups remark that they do not earn enough. Core Czech workers compare their wage to the average wage in the area while EU migrant workers, who have a broader perspective due to having previously worked in countries other that the Czech Republic, compare it with a wage they are able to get in other European countries.
International workforce for a multinational corporation
In the Foxconn factories in the Czech Republic we find an international workforce.
Alongside Czech nationals there are workers from Slovakia, Bulgaria, Mongolia, Romania, Poland, Ukraine and Vietnam. The historic ties between the former socialist countries form the basis of the migratory flows, which are now partly managed by the TWAs. The Czech
Republic has a long tradition of importing migrant labour. This was based, at least until 1989, mainly on intergovernmental agreements and to a much lesser extent, on individual contracts (Drbohlav, 2003: 197) . The nationalities of migrant workers at Foxconn reflect the general situation of the Czech Republic, where in 2011 non-nationals counted for 5.4
per cent of the workforce, or about 310,000 people (Horáková, 2011) . Migrant workers come mostly from Slovakia (114,000), Ukraine (70,000), Vietnam (34,000), Poland (21,000), Bulgaria (8,000) and Romania (7,000). In 2008 there were more than 13,000
Mongolians but in 2011 that number dropped to 3,300 (Horáková, 2011) . This trend is also typical for Ukrainians and Vietnamese and it is caused by the new restrictive immigration policy towards non-EU nationals.
Employing non-EU nationals is now more difficult and creates an increased administrative burden for employers. According to the Czech government the stricter rules for issuing work permits to non-EU nationals are necessary to combat increasing unemployment in the country following the global economic downturn. The new rules require non-EU workers to hold an academic qualification unless the Ministry of Labour and Social Affairs agrees to treat them as an exceptional case. Additionally the government decided not to renew existing work permits for non-EU agency workers in cases where they had been assigned to a client firm before 1 January 2012. Finally, the existing work permits issued to non-EU nationals can now only be renewed for up to six months at a time (previously it was 1-2 years), at the cost of 2,500 CKZ (€100 hoping to repay that sum within two to three years (Bormann and Plank, 2010; Pechová, 2009 ). The international economic crisis has made the debt of migrants a serious problem in Vietnam and many families have gone bankrupt because their debts are counted in gold and the price of the precious metal has increased with the crisis.
Scholars have noted that a section of the Vietnamese workers come from rural areas and
are not yet used to industrialised working practices so they can work very hard and they are easily available to do overtime (Kannika, 2007 For the majority of migrant workers, except those from Vietnam, moving is a low-cost investment as they need only cover their travel costs from neighbouring countries.
Mongolians typically organise their visa and travel themselves and/or rely on networks of friends and family so have no need to pay a fee to an agency or an intermediary. Young
Poles, Slovaks and Romanians might best be described in terms of a mobile international workforce. The TWA system allows these workers, both men and women, to find work relatively easily while, at the same time, facilitating the capture of their labour. Although at the cost of getting lower wages, EU migrant workers find it less expensive to move and find work via TWAs as they are not charged directly for TWAs' services of job mediation, transport or accommodation. We found similar experiences among workers from Romania, Bulgaria, Slovakia and
Poland as amongst the Vietnamese workers discussed above. Many of the workers had previous working experience abroad, often in several countries, and were therefore able to compare wages, hourly standards and quotas of production. At the moment there are no particular tensions among workers of different nationalities but equally, even though they work and live shoulder to shoulder, they rarely speak to each other due to differences in language and cultural stereotypes. High labour turnover, whether prompted by the management or workers desire to look for work elsewhere, also reduces the chances of developing strong cooperation among workers and buildig class perspective.
Labour process and forms of control
The tasks carried out by workers in the production departments are often simple. The key requirement is speedy execution. Managers aim at raising productivity levels: although wages are calculated on an hourly basis, the workforce needs to achieve the set daily production target. Foreman and group leaders continually pressure workers to maintain a high pace of work: 'It is not difficult to learn the job, but the assembly line runs very quickly and when you are not able to keep the pace the supervisor, a woman, shouts' (Konrand, Polish agency worker). While both men and women work as low/middle managers, in high level of management we find prevalently men. Gender difference does not seems to play a role in the management of workforce even through women could be less interested in subordinating other experiences of life to that of work, as some men do. On the assembly line the instructions are on monitors placed above the workers so they can learn how to do the job and meet production targets. If workers are unable to do the set tasks, or make mistakes at them, they are fined or do not receive their bonus. All workers must stand at all times, unless they are assigned to one or two specified tasks. If workers sit down or lean on the assembly line without permission, they are fined. The number of workers Foxconn uses at any given time is linked to the needs of the production. If production is low and Foxconn does not need workers, agency workers are likely to be sent home: 'In mid-August [2012] , 300 Romanians were sent home because there was no work' (Marius, Romanian agency worker). Uncertainty about whether there will be work, the 12-hour shifts, and the pressures of high productivity are major contributing factors in the turnover of workers. The capacity of the TWAs to recruit new workers allows management to regulate labour turnover, but in many cases it is workers themselves, in particular migrants, who choose to leave. These workers 'escape' from the factory because of the high-speed tasks, repetitive work and low wages. The agencies try to manage the labour turnover through a particular type of contracts. Agency workers are most likely to first sign a contract for 300 hours and later, after two months, another contract with the same agency. During the 'trial' period of 300 hours, that usually takes two to three months to complete, workers are not paid their full wages but given an advance of 1,000 CKZ (€40) per week.
Many Polish workers left during these 300 hours: when they wanted to leave immediately they could not and were forced to work for two more weeks. The agency told them that otherwise they will get no money whatsoever. (Gabriel,
Polish agency worker)
The high level of labour turnover (25-30 per cent per year) is linked both to the workers' lack of identification with their job and to the low level of investment Foxconn makes in this type of employment. The lack of identification is also down to the principle of the assembly line, which brings about the fragmentation of the labour process into smaller and smaller parts. This fragmentation results in an apparent 'disappearance' of the final product, with workers performing highly limited tasks and not seeing the final product.
When workers realise that their skills are not made use of, or that the difference between their ambitions and their daily life is too wide, they quit. Young Czech workers are generally not interested in staying long at Foxconn factories unless they are hired in a higher job position. Young EU migrant workers are relatively accustomed to looking for a job in various European countries and to adapting to different work systems. A section of workers, both EU migrants and Czech, accept these working conditions because Foxconn is a big company and it is perceived as an employer that can provide a regular wage, medical insurance and social security contributions. Labour turnover is, however, a complicated matter because, as trade unions put it, it makes it difficult to raise awareness among workers:
The biggest problem inside the plant is the labour turnover of migrants and of Mongolian HR manager to deal with work and residency-related issues.
Core workers usually try to avoid working with agency workers on the same stretch of the assembly line: 'I don't like to work next to the agency workers because it is always uncertain whether they can fulfil the norm' (Altan, Mongolian core worker). In fact, it is not uncommon for core workers to take a similar view of agency workers as management:
The core workers need to be paid even if the production is low: if they work weekends it costs the company more, so altogether this costs Foxconn too much.
Therefore Foxconn recruits agency workers who come and go. (Phuong, Vietnamese core worker)
Core workers are of the opinion that agency workers are not interested in getting a direct contract with Foxconn, and that agency workers are better off than them: they work less, they enjoy better working conditions and they earn more.
As we can see, in these two factories workers have not yet found significant convergences of struggle, and they are often separated along 'ethnic' lines. Foxconn uses various community features to organise and train the workforce as well as to control and manage the behaviour of workers through a chain of intermediaries such as foreman, department heads, interpreters and agency staff. Core and agency workers, therefore, coexist within the same factory space without engaging in more specific interactions because of language problems and, above all, because of mutual misperceptions. What we see therefore is a low level of trust between core and agency workers, thanks in part to the fact that all workers are subject to tight control. The shop floor is a place where workers can learn strategies of resistance but at the moment, in Foxconn's factories, workers do not feel that they belong to the same class as each other.
Old wine in a new bottle?
The One of the most significant struggles for wages and working conditions took place in the Kutná Hora plant where, in the Apple division, workers attempted a timid protest. Foxconn kept the contract but shifted production to a different facility, preferring to remove Apple production from Europe. After closing the department, Foxconn reorganized the production in the factory of Kutná Hora, where now the principal production consists of HP servers.
An ex-worker, dismissed due to his role in the protest, describes it like this: The trade union has 250-300 members in Pardubice and 80 in the Kutná Hora plant. The relative lack of popularity of the unions might be due to the fact that the trade union at
Foxconn resembles that of a pre-1989 organisation:
Members pay one per cent of their salary and they can deduct that from their tax: members can get a lawyer for free, and they get advice on issues such as loans, mortgages etc. Part of the trade union is also the organisation of the retired workers who used to work for HTT Tesla previously. The benefits are 1,000 CKZ (€40) for vacations; 500 CKZ (€20) for every child to go to summer camp; 300 CKZ (€12) per worker to go to a concert or similar; members get 50 per cent off to use the trade union recreation cottage and this is all-inclusive, it comes to 250 CKZ (€10) per night including full board. We also do social activities such as a bowling tournament with Kutná Hora, and activities in the cottage at weekends for the families. The majority of the members are Czech workers and there are about 10-15 foreign core workers but the problem is that with foreigners one never knows how long they will be staying. (Libor, Czech worker and shop steward)
The overwhelming majority of union members are core Czech workers as agency workers are not able to join the trade union because legally they are employed by the agency, not by Foxconn. The trade unions are not very much interested in the condition of migrant workers (with the exception of Slovak workers, because of their common political history), largely because they do not speak Czech and their turnover is rather high. This lack of interest seems to originate in the fact that the trade union's work and concerns are framed primarily by a national focus that is unable to understand the needs of migrant workers.
This lack of relation to the agency workers is rather paradoxical given the fact that the office of the trade union and the office of the most important agency, the Xawax, are next door to each other on the ground floor of a building within the Foxconn factory complex.
Not surprisingly then, the complaints advanced by agency workers are taken up almost exclusively by the few associations and NGOs whose aim is to offer support and assistance to migrants. The de facto exclusion of agency workers makes the future role of the trade unions rather uncertain because, as one recently fired worker explained, 'At some moments there were only temporary workers in production' (Vilém, Czech core worker). This situation, we suggest, signals changes taking place in terms of the composition of the workforce and in the role of the trade unions, and it calls for an urgent and serious consideration at both a national and an EU-wide scale. In fact, the growing segmentation of the labour market creates tensions within the workplace that is amplified by managerial practices of differentiation.
International offshoots: the role of the TWAs
On an international level labour markets are increasingly being placed under the management of intermediaries such as TWAs to enable capital to extract value from this activity and to control the workforce. The power of the TWAs resides in their ability to structure different segments of the workforce. The use of TWAs in the Czech Republic was introduced on 1 October 2004 when the government passed a new employment act in line with the EU enlargement process (Hála, 2007) . As with other EU countries, their aim was to increase the flexibility of the labour market while at the same time guaranteeing compatible working and wage conditions between direct and agency workers. Accordingly, the Czech Republic does not regulate the mobility of workers originating from the newest EU member states of Romania and Bulgaria whose nationals enjoy the freedom to take up employment in the Czech Republic.
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Legislation is certainly a key determinant for the temporary staffing industry (Peck et al., 2005) . It is relatively easy to set up a TWA in the Czech Republic. According to a representative of the Ministry of Labour, one needs to be at least 23 years old and have no criminal record, have three to five years of working experience, and a permit issued by the Ministry of Labour. There is also no need for an initial capital investment, only the payment of a 50,000 CKZ (€2,000) administrative fee. Moreover, the state has raised its previous ceiling limiting companies to a maximum 20 per cent of the total workforce being agency workers. It also permitted TWAs to contribute up to 3,000 CKZ towards workers' accommodation. character of the work. Moreover, the business is linked to the dollar and hence this influences the value and the production (Alexandr, former Czech core worker).
In 2010 and earlier, migrants hired by the TWAs were primarily from Vietnam, Romania, Bulgaria and Slovakia (Bormann and Plank, 2010: 41) . The situation has changed since 2012, however, and under the new immigration law agencies can no longer lease non-EU workers to client companies. The fact that non-EU nationals need to secure a direct contract with the employer has changed the composition of the migrant workforce at
Foxconn. The number of workers from Vietnam, Ukraine and Mongolia on direct contracts has decreased and that of agency workers from neighbouring EU countries has increased.
Given the fact that TWAs encompass a wide span of activities including recruitment, selection, cross-border transportation, working and living arrangements, and the return of workers to their countries of origin, we suggest that the TWA is effectively a company within a company. In fact, TWAs do constitute themselves as companies in order to circumvent employment legislation and keep workers on a series of temporary contracts by making it appear that each new contract is with a new company:
I was on a six-month contract and I was happy with that. regulates the interaction between the client firm, TWAs and workers, managerial responsibilities for production lie with the firm and legal responsibilities with the agency (Purcell et al., 2004) . However, our data shows that in the case of Foxconn the boundaries between responsibilities of the agency and the client firm are blurred as TWAs are directly responsible for organising, controlling and managing their own workers' performance on the assembly line. To put this differently, the TWAs internally subcontract the entire assembly line within the Foxconn plants. This bringing of workers to the client firm is known as internal subcontracting. We are suggesting that this practice of internal subcontracting is changing the relationship between the agency and the client firm whereby the triangular relationship is increasingly becoming a bipartite rather than a multipartite arrangement. This creates a situation of 'ambivalence' (Vosko, 2009 ) in which employment irregularities concerning agency workers are becoming institutionally invisible, as illustrated by the fact that the local Labour Inspectorate considers this system and its potential irregularities as falling beyond the scope of their activity.
Harmonious sleeping
Outside the factories, Foxconn and TWAs rely on the dormitories in order to manage and control the agency workers. The dormitories make it possible for Foxconn to avail itself of a potential workforce that is permanently under the discreet control of the agencies. Some agency workers live in the dormitory for only six months, but others stay there for five years. In fact, a large proportion of agency workers do not want to rent a flat on their own but prefer to stay in the dormitory. In the dormitories they do not need to worry about not speaking Czech. Speaking the language is indispensable if one wants to rent an apartment or organise utilities outside. Staying in the dormitories also guarantees a certain degree of sociability among the often young compatriots, and a continuous exchange of information with respect to the work in the factory, other job opportunities and social events. and a tiny kitchen with a cooker and a fridge.
The location of the dormitory and the availability of the cooking facilities are key in order to understand the working conditions of agency workers. While both core and agency workers have the same access to the factory's canteen, they do not pay the same prices for a warm meal. For agency workers the price of a meal is between € 2-3 and for core workers it is €0.2-1. This means that many agency workers find the price of the meal too expensive and prefer not to eat in the factory canteen. If they are staying in the dormitory such as Veselka where, contrary to Hurka or Hotel Harmony, there is effectively no real possibility to cook a meal in advance and bring it to a factory, then workers are likely to skip meals or eat snacks that are insufficient to undergo a 12-hour shift and might lead to work-related accidents.
When it comes to the location of the dormitories, agency workers reach the factory by special shuttle buses that depart and return to the dormitories at fixed hour or are driven by agency staff that pick them up from the dormitories and drive them to the plants, especially if these are to work irregular hours. If an agency worker is asked to work a longer shift that ends after the last bus departed, this means that the worker will be unable to return to the dormitory and will work an additional shift while waiting for a next shuttle bus or will have to walk back if unwilling or unable to pay for a public transport bus. The situation of working an additional shift due to the lack of free transport arose with several of the female interviewees who felt unsafe returning to the dormitory on their own late at night. Workers who had no money to pay for the public transport and walked for an hour or so back to the dormitory where those who received weekly cash advances but not yet a monthly wage as on 300 hours probation contract. Either way, the difficulty in accessing transport resulted in prolonged their working shifts and reduced the amount of free time.
It is the TWAs that manage the accommodation of the workers in the dormitories.
Agencies employ so-called 'coordinators' for dormitories. These are responsible for the allocation of rooms and for administrative work as well as for controlling the workers.
Workers are not allowed to swap rooms themselves, and the receptionist must also not move workers around without the approval of the agency. The coordinator's role is to maintain order in the dormitory among the workers, make sure that workers do not receive guests and do not disturb other workers through excessive drinking or loud music. The problems that coordinators have to deal with are mostly conflicts between workers of different nationalities and alcohol -which is not tolerated but is widely consumed -but have, on one occasion, also included sex work. Control is not obsessive but it is continuous, and is aimed at suppressing behaviour considered dangerous by the companies The agency pays for the accommodation but if workers break the dormitory rules they can be fired. This means that then they have to pay immediately for their own accommodation.
This is an oral agreement and it is not written in the contract. If the agency workers want to rent an apartment, the agencies will subsidise it with an amount of up to 3,000 CKZ per month. As Gabriel says: 'Now I live alone in an apartment that I rent. The agency pays 3,000 CKZ (€142) for the accommodation and I pay another 6,500 CKZ (€263) all-in' (Gabriel, Polish agency worker).
Living in a rented apartment gives the workers more freedom and the possibility of greater integration in the local neighbourhood and social texture. However, in order to qualify for an apartment workers need to work a minimum of 150 hours per month. A male worker explains why he moved from the dormitory to a shared flat:
I moved to a flat because there is less control … When I was in the dormitory the coordinator would come, knock on the door, enter and tell us 'Let's go, there is work'. He would grab us and we would need to go even if we had just finished our shift. He would wake us up and make us go. In the flats, this was not so. I am more relaxed because we are paying for accommodation so we get more respect.
(Gabriel, Polish agency worker)
During periods of low production TWAs privilege workers in the flats and assign them work first, but these workers are also more vulnerable than those in the dormitories who do not feel burdened by their accommodation costs:
Here is the thing -last month they [Xawax] Given fluctuating production requirements, the dormitories allow the agencies and Foxconn to stand workers down for several days without risking a shortage of workers. For
Foxconn's production in the Czech Republic, similarly to that in mainland China (Pun and Smith 2007) , dormitories are central to maintaining a stationary workforce and managing of migrant labour. Importantly, by paying attention to the dormitories, we are able to observe the inseparability of the productive and reproductive spheres and the limitation of reducing the analysis of the labour process to the production proper. A close look at the dormitories permits also to identify the similarities in management of workforce over time.
In fact, dormitories are not new in the Czech Republic and during the socialist period, the state attempted to keep a large proportion of the population in the rural areas and concentrate industries in the major urban centres. This had shifted the costs and commuting from the state onto workers --who were typically male, young, and low-skilled or manual labourers--as they used to live in the dormitories during their working week and return to their homes at the weekend (Fuchs and Demko, 1978: 178) . What is different today, compared to the previous historical process of industrialization, is both a more heterogeneous labour and more diversified forms of its control.
Conclusions
In this article we offered an overview of the two Foxconn factories in Pardubice and Kutná Hora in the Czech Republic. The picture that emerges is of a production that is highly seasonal and that makes use of a large proportion of temporary agency workers, at times even up to 60 per cent of the workforce. To secure the rapid and flexible availability of the workforce it needs to meet production targets, Foxconn relies on TWAs. These are responsible for recruiting, hiring, housing, controlling at work, firing and repatriating the agency workforce, all activities that radically widen the roles traditionally performed by the agencies and alter the configuration of the triangular employment relationship. Equally important are the TWAs' intrusions into agency workers' lives outside the factories through the dormitory system and the construction of a mode of existence that subordinates reproduction needs to those of production.
Reliance on large numbers of agency workers creates a divided factory, keeps agency workers out of the reach of the trade unions and pre-empts potential acts of disobedience and collective action. Nationality of workers plays an important role in the organisation of production, inasmuch as workers are commonly divided on the assembly lines according to country of origin and the language they speak. The same division can also be found in the dormitories, where workers are allocated rooms on the basis of nationality and are less likely to interact with workers other than those with whom they share the dormitories or work alongside on the assembly line. Direct and indirect workers coexist, therefore, without interacting much. There is, then, a multinational workforce in the factories which, for the moment, does not seem to have bonded in any significant way and remains divided along 'ethnic' lines.
Certainly the upper hand that both agencies and Foxconn have in controlling the workforce has been made possible by the state policies that permit long working shifts and encourage the work of agencies via loose regulations and requirements. Yet, our research raises a question about the limits of examining Foxconn's organisation of production and management practices within a single national framework. What is emerging from our data, and from the research we have recently undertaken of Foxconn in Turkey, is the need to investigate the global organisation of Foxconn's production. While this might seem a rather ambitious task, we believe it is necessary to gain a better understanding of the relation
